WA Hospitality and Tourism Industry Training Council Senate Enquiry on VET Submission


Senate Employment, Workplace Relations, Small Business and Education Committee

An inquiry into the quality of vocational education and training in Australia 

The effectiveness of the vocational education and training sector in developing the educational skills of the Australian people and the skills formation and productivity of the Australian workforce, including:

(a) an evaluation of the place of the new apprenticeship scheme within the national priorities set for Australia's vocational education system and the appropriateness of those priorities, with particular reference to :

(i) resource allocation across the sector, between the states and territories, and within program priorities

Generally it is felt that the federal distribution of resources allocation is not an equitable process.  The whole allocation process should be more transparent to allow for the inequities to be accounted for in the allocation of resources.  Within Western Australia the current funding model is not effective in securing maximum advantage for the training system.  The funding model in use focuses on student contact hours rather than outcomes.  The funding is based on a matrix, whereby classes of between 9-18 students are funded for student contact hours.  This number is calculated according to Occupational Health and Safety (OHS) considerations, resources, and the effective teaching ratio for the relevant industry group. The initial class numbers are taken as the benchmark.  However, there is also a "clawback, whereby funding is withdrawn (must be paid back) if a class drops below a certain number during the semester.  Thus the colleges need to over enrol for a class to anticipate a normal dropout in a class. This has the potential to pose the following dilemma.  If a class size drops below the ratio for funding, how does the college resolve the problem?  What are the implications for such a scenario as canceling the class due to the potential income loss as a result of continuing the class with numbers below the funding ratio?  Where the dropout rate does not occur, the quality of delivery of training may be inappropriate for such large numbers for the relevant industry group.

Traineeships receive some leeway and are funded if the class drops to 75% of the funding ratio.  The training provider is therefore able to enrol 20 students for a class of recommended size of 16, to allow for a dropout of 20% because, should the class of 16 drop to 12, funding will cease.  The ideal formula of 16 is reached after considering the optimum size according to OHS standards and this causes difficulties and is a strain on teacher class management, safety concerns, teaching effectiveness and integrity.  In a climate where active promotion of training to employers occurs barriers to training are not beneficial.  The training system must be seen to be supportive. 

(ii) demographic distribution and equity of structured training opportunities

The majority of Vocational Education and Training undertaken in Western Australia is delivered within the metropolitan area.  Some regional delivery occurs but to the same extent.  There are limited structured training opportunities available in regional WA.  This geographic distribution demonstrates the limited opportunities that occur to regional youth and places them in the “at risk” category.  The age component for structured training opportunities is a factor as mature age apprentices and trainees inevitably cost the employer more rather than less in comparison to youth.  The issue of equity is an additional factor that needs to be considered.  

Under the principle of User Choice employers and apprentices are able to choose a provider to deliver the training.  The Training Provider can be Western Australian or based outside WA, but the interstate provider will be paid the delivery fee or the price determined whichever is lower.  In cases where the training is not offered in WA, or travel to a training provider outside WA is more practical, all standard costs associated with the training delivery, is publicly funded. (WA Department Training Web Site).  "Business Incentive Measures" are being recommended by the Department of Training, offering enterprises a range of training based concessions to provide subsidised training places that would support employment and training opportunities for local communities as a means of encouraging structured training opportunities.  It is meant to provide opportunities for older people, and flexible delivery options, but this has yet to happen. The Department of Training is recommending the support of Accelerated Apprenticeships through negotiation with providers, but to date this option is not being taken up.  These examples are measures designed to increase structured training opportunities, but little is known of these activities as VET does not market and promote these actively in regional areas and across relevant sections of the community.

(iii) the respective obligations of industry and government 

The State government is responsible for the overall management of the training system, and for the delegation of roles, and through the Vocational Education and Training Act 1996 has various roles and obligations to fulfil.  Promotion and marketing of training to industry, employment based training initiatives to encourage the uptake of apprenticeships and traineeships, quality assurance of the training system, funding of appropriate training and managing the VET system are all part of the obligations of government.  The value of training needs to be emphatically expounded to employers. Currently, the principle means of motivating industry to employ an apprentice/trainee is through the payment of incentives to the employer.  Alternative measures to increase ownership of training and move all of industry to establish a training culture should be part of the focus on a quality VET system.  The use of preferential tendering on government contracts is seen as a method of encouraging business to participate in the training system.  This process will work for trade based industries but may not work as well for service industries.  Promotion and expansion of New Apprenticeships and Group Training Schemes, were initiated as a method of overcoming the peculiar needs of small businesses and contractors and is mentioned as part of the "Planning Priorities" in the State Training Strategy for the Accommodation, Cafes & Restaurants sector developed by the WA Department of Training and Employment.  However, the marketing approach emphasised the monetary payments and not the benefits of training as the motivator for industry.

Industry has an obligation to take responsibility for developing a training culture within the organisations and industry.  Taking a pro-active approach to improving business profitability must include training.  Well-trained staff provide benefits such as loyalty, motivated and confident operators, improved service standards, knowledge and skills.  Training is an investment for the future of the business but it does not have immediate or obvious initial benefits.  The majority of employers view their apprentices/trainees as assets, those that do not, have no knowledge of the ultimate benefits of training for their business and bottom line.  Most employers acknowledge that the trainee/apprentice is a benefit to their business in the long run, and responsibility for the success of the new recruit is with the on the job training provided by the employer. There are reports of employers who do not consider the welfare of the apprentice/trainee through stories of exploitation, and unfair conditions.  Not all employers regard the apprentice as "cheap labour" or as a means of accessing incentives, but there is a particular "profile" of employer that has such an approach.  An approach that should not be condoned through the VET system but occurs as these employers slip through the quality assurance mechanisms established to identify such employers.
(b) Key objectives of the original new apprenticeship scheme are not being met. 

(i) training outcomes are of diminishing quality

Financial incentives as an integral part of the new apprenticeship system are often marketed as the prime inducement for seeking to employ an apprentice or trainee.  An established training culture, the understanding that training provides skilled workers of the future and a desire to participate in training should drive the apprenticeship / traineeship system. If financial considerations are such an integral part of the incentive for employing an apprentice / trainee, there should be a reciprocal responsibility by the employer.  Failure to adhere to the designated responsibilities should result in withdrawal of incentive payments to the employer.  An option to induce an integrated approach to training is to consider that the payment of an incentive is linked to the attendance by the trainee at the RTOs off-the-job-training irrespective of where the off the job training is to occur.  The attendance by the apprentice / trainee at the off the job training component would trigger the incentive payment to the employer.  The current system does not monitor the employer or trainee in regards to undertaking the required training, and there is no penalty if the trainee does not receive formal training.  If money is used as an incentive or tool to engage a trainee/apprentice, it could be used to impose penalties.  This may ensure that the employer was encouraged to train the trainee or to ensure attendance at appropriate training. 

It is noted that where an RTO is responsible for the training, the quality of training outcome is not always the primary consideration.  Competition between each of the Colleges has not ensured that the most competent RTOs in respective industries and the delivery of the required training have flourished.  It seems that those Colleges with the most aggressive marketing skills sell the product of training rather better than the concept of excellence in training.  The consumer is very confused by the marketplace, and has difficulty discerning what is value for money.  It is difficult for the employer to objectively evaluate a provider, make a judgement regarding value for money, and distinguish quality programs because of lack of knowledge regarding the training market.  The concept of "user choice" implies a free market situation in operation, but in practice traditional preferences, links, or other conditions often determine choice.  Some employers are unaware that they have a right to choose their training provider.

Evaluation, monitoring and quality control of training providers and product are assessed under a program administered by Tourism Training Australia, through the respective state branches.  Under this program a provider is assessed according to a set of principles aligned to the requirements of industry and the Australian Recognition Framework with its guiding principles.  Called the Australian Hospitality Review Panel, and the Australian Tourism Training Review Panel, key industry representatives review the training provider with the aim of:

· setting and maintaining minimum standards of training in line with industry requirements and the Australian Recognition Framework

· provide consumer protection through ongoing quality control

· promote training and higher standards of service within the industry

All providers, whether TAFE, universities, private providers, industry associations, or individual employers offering in-house programs are able to seek industry recognition of relevant training through these industry review panels.

The review panel also runs a registration program that reviews trainers to ensure that they have recent and relevant industry experience and adequate trainer qualifications, and also reviews industry training resources.  Such a scheme is integral to maximising the quality of outcomes. 

(ii) older people rather than young people are the beneficiaries of new apprenticeships

Anecdotal evidence does not support this claim for the hospitality and tourism industries.  Hospitality and Tourism is perceived as a young person’s industry and it is more likely that few older adults are given apprenticeships because of the cost of employing them. This is particularly relevant in the case of apprentice cooks.  For example, for a 16-year-old apprentice cook, the weekly wage is $149, while the wage for a 21 year old is $365.  Certainly no small establishment would consider employing the adult as an apprentice as the cost factor is significant.  Yet the nature and demands of the job may better handled by the older person who may have a clearer focus, maturity and able to cope with the pressures of the job better.  Cooking has a low retention rate through to the final year of the apprenticeship, because many apply for apprenticeships without really considering the demands of the profession.  An older person is more likely to be able to cope with these demands and be prepared for the challenges presented.

(iii) the system is more rather than less complex

It has been noted in research that employers do not readily welcome change, paperwork nor coming to terms with bureaucratic formalities. They are interested in getting an apprentice on board, with the maximum amount of financial incentives available.  The associated paperwork is regarded as inordinately time consuming and tedious.  Some aspects of the deficiencies of the current system can be traced to the reluctance of the employer to complete paperwork or to read / comprehend the documents fully.

The New Apprenticeship system was designed to be simplified, less layered, and a less bureaucratic system than the former.  The system that has resulted is not simpler.  There are still a number of layers, with different organisations responsible for different tasks.  There is no one central administering body responsible for the total management of the New Apprenticeship system.  Rather different tasks or monitoring responsibilities are performed by different organisations. The Department of Training with their administrative arm, the Training Administration Bodies, New Apprenticeship Centres (NAC), Registered Training Organisations, the Department of Education, Training and Youth Affairs and the Department of Employment, Workplace Relations and Small Business all have a role.  The system is too devolved.  The NACs were promoted as being "one stop shops" but do not have the responsibility of ensuring that the training agreement and the employment contract are completed. This allows for some instances where a workplace agreement is not registered, nor the conditions of such agreements checked. This may leave the employee at a disadvantage by not being paid the correct wage, or not having adequate safeguards.  In addition the employer is also at a disadvantage if they are “caught” for underpayment of wages.  The system as it currently stands is messy and untidy, with little understanding of perceived conflicts of interest by various organisations with the contracts that they have won under open tender arrangements.

The process of signing up an employee as a trainee is complicated and bureaucratic with several players being involved in the process.  The NAC sends a representative out to the employer to sign up a trainee under a training agreement. This training agreement is then sent to the training administration body where a registration number is issued, which then allows the generation of the payment for the employer incentives.  Advise has been received that one NAC has their representative "advise" the employer as to the options for the conditions of employment and the wages that the trainee can be paid, but it is not an explicit part of their role.  Other advice received is that the NAC “is obliged to ask" whether there would be a workplace agreement or that the employment conditions are in accordance with the Award.  If a Workplace Agreement is chosen the employer is told it should be registered within 21 days, but there is no requirement to ensure that it is registered. Neither is there any checking that the employer is meeting the requirements of the award if the Workplace Agreement is not registered.  A trainee can be working for an employer without a registered agreement and the conditions of employment can be adjusted or created according to the whims of the employer and no one is aware of what is happening.  There have been occasions where trainees have been working without a registered workplace agreement, or any other formally recognised agreement except a training agreement.  There appears to be no link between employment and training.  The National Training Wage does not always apply in the hospitality and tourism industries and many state awards in our industry do not reflect the changes that have occurred in the training system by reflecting trainee wage rates.

The Commonwealth claim form, part of the Training Agreement, has Guidelines that outline the options for employment conditions for the trainee:

(i) According to the award

(ii) Under a Workplace Agreement (or contract of employment).

(iii) A Certified Agreement

The form does not ask the employer to specify which of these options is chosen. The form does not ask if the trainee is employed under a Workplace Agreement or asks for a declaration that the Workplace Agreement is or will be registered.  There is no clear indication of whose responsibility this information is sought for and what penalties apply for breaches.

The industrial relations issues need a coordinated approach. There needs to be a simplification and single approach to the employment of trainees and apprentices.  Conditions of employment need to be consistent, equitable and clearly enunciated to all concerned.  Employees and employers need to be able to have access to a single set of guidelines and obligations, with the legislative requirements in place, and the relevant government agency available to advise, and enforce the relative requirements. 

There needs to be one body who takes full responsibility for all aspects of the New Apprenticeship system being implemented, managed and overseen.  The current devolution of responsibilities is seen as a contributing to the potential for abuse/misuse and trainees slipping through the system.  For a start the Training Administration Body and the New Apprenticeship Centres should be combined and the administration streamlined, as a number of their duties overlap.  The responsibilities of RTOs need to be reviewed to ensure that they only relate to the provision of training delivery and assessment services.  Many of the roles undertaken by the myriad of organisations within the vocational education and training sector have many overlaps.  Many of these overlaps provide differing viewpoints with the ultimate result being that industry has differing viewpoints provided to them hence making the system overly cumbersome, time consuming, tedious and bureaucratic.

(iv) the system is being driven by financial incentives and targets rather than the needs of industry.

It is apparent that the payment of substantial incentives to employers has been the enticement to sign up staff (existing and new) as new apprentices.  Most advertisements targeted at employers relate to taking on apprentices or trainees and use the financial incentives as a means of initially signing up.  It is of concern that the hiring of an apprentice or trainee is regarded as a means of accessing cheap labour and attracting government financial incentives.  Employers need to be educated to see beyond short-term gains and to understand that the training of staff is beneficial and a responsibility.  Loyalty, commitment and enthusiasm are the rewards to the employer from staff who feel they are secure, well treated, and products of good training and investment.  The current approach training system including incentives needs to be promoted as “what’s in it for me” and to keep the whole process simple.

New Apprenticeship Centres bear some responsibility for some of the inappropriate practices in their role in the scheme. An employer may approach a New Apprenticeship Centre to initiate the process for engaging an apprentice. The NAC will make an assessment of the workplace and the employer as to the suitability to train an apprentice.  The relevant paperwork will then be submitted, which will stimulate payment of the incentive to the NAC and the employer.  The training provider then arrives to make arrangements for training, and on occasions, finds that the employer or the workplace is inappropriate to manage the training, and must recommend withdrawal of the training agreement.  The employer then loses his apprentice / trainee and the training provider appear as the "bearer of bad tidings" and must bear the brunt of the negative response of both the apprentice and employer.  In practice, it is the NAC that has created a false expectation for the apprentice and employer, which appears to have been done to access financial incentives.  This practice needs to be questioned. 

(c)
an assessment of the quality of provision of technical and further education (TAFE) and private providers in the delivery of nationally recognised and non recognised vocational education and training (VET) services and programs including:

(i) the adequacy of current administration, assessment & audit arrangements for registered training organisations and the credentials they issue

The Industry Training Council does feel that the current state administration, assessment and audit arrangements are inadequate.  These arrangements see the training organisation self assess their registration eligibility.  The State Training Authority then undertakes a desktop audit through its validation system.  A decision regarding the suitability of the organisation to deliver is made according to the results of the validation.  Validators currently do not have industry specific experience but are generic validators. The current system of validation is based on a paper trail and is not about what happens within the confined of the training provider.  The complaint process is difficult and cumbersome for complainants to undertake with a high degree of frustration at the length of time taken to resolve complaints.  An anomaly occurs where a legal action (for non payment of fees) can be dealt with by the legal system quicker that the complaint about non delivery of services by a training provider.  There is no provision for revision of the assessment, or of an adequate audit, or ongoing monitoring of the provider.  The Department of Training has neither the expertise nor the staff to adequately monitor RTOs.  That the qualifications issued are inadequate only becomes apparent through channels such as:

· client feedback (usually in the form of a complaint from an employer or student) 

· or through another provider realising that the graduate applying to further their qualification according to the qualifications framework, has large knowledge gaps or inadequate skill levels.

This reactive approach is slow, unreliable, and inequitable.  The Industry Training Council would like to see the wider application and enforcement of the industry recognition systems called the Australian Hospitality Review Panel and Australian Tourism Training Review Panel.  The system places the provider through a more comprehensive scrutiny than the state system and adheres to industry-defined standards and the standards that underpin the Australian Recognition Framework.  Training providers must provide evidence that resources meet all requirements of the training package.  Physical and learning support resources meet minimum industry specified requirements, and training and assessment resources are appropriate for delivery and assessment requirements.  The dates and place of all assessments must be recorded and available for checking if requested.  The provider agrees to notify any changes to the provisions of registration (financial circumstances, trainers employed, or site arrangements) and to an audit at any time.  A physical inspection of the delivery site is also agreed to.  The AHRP/ATTRP is a more stringent and comprehensive check of the provider, and most significantly is run by industry representatives who understand the specific requirements of the relevant industry sector.

(ii) Processes for the recognition of registered training organisations, the effectiveness of compliance audits and validations of RTO's, operations, and sanctions for breaching the conditions of registration.

The state registration system for training providers is not sufficiently rigorous.  The validation process of the provider that occurs following the state registration process requires the provider to contact a validator for validation.  A generic validator undertakes the validation process.  For a provider offering to conduct a course in cooking, there are strict requirements for the equipment and workspace, the kitchen has to be commercial in nature (not domestic), and it requires someone who has knowledge in the area to verify such requirements.  Industry believes that only an industry specific validator can fulfil such requirements confidently.  Under the training package, for assessment to take place off the job, the environment must be a closely simulated work environment.  Industry questions the ability of a validator without a background in the relevant discipline to make an authoritative assessment of the training or assessing environment on paper alone. 

Under the state registration system there is inadequate provision to review a provider after they have been validated, specifically in response to a complaint from a client.  There is no provision to check that assessment of each of the competencies has taken place and that the graduate is competent, has skills that are transferable and relate to any environment.  Yet the very foundations of the Training Package depend on the consistency and transferability of the qualification.  

There is a plethora of RTO's in the market place, and it is apparent that the current procedures and processes are unable to adequately censure providers who do not provide a quality outcome.  There are students deemed competent who when placed in industry are not deemed competent by industry to its standards but appear to have the skills and knowledge appropriate to the level they have been awarded.  Indications are that the students have not been taught sufficient background knowledge and that assessment has been inadequate.  The issue of assessor qualifications and assessing to industry standards.  Training Packages were developed to industry standards but the assessment outcomes from these packages have not been addressed as stringently.  In the climate of national qualifications, there must be consistent outcomes.  A trainee from a metropolitan TAFE must be deemed to have the same level of competence as a trainee from the Kimberley.  An employer who selects a private provider to deliver training for his/her trainees must be able to gauge that the skills and knowledge gained are consistent with other trainees from other training providers.  The system is dependent on the consistency and the portability of the outcomes and skills acquired.  Evaluation of a provider and their capacity to deliver and assess is integral.  Maintenance of standards and quality control throughout the registration process and period is vital to the integrity of the national system.  

There must be a system of accountability and monitoring to ensure that the provider is achieving the required outcomes, and if this is not happening, there must be sufficient and rigorous steps in place to investigate the provider, to reconsider registration, and to ultimately withdraw the registration.  Quality control must be an integral component of provider registration and the registration period to ensure that standards are maintained.  Non-compliance must result in reprimand and where appropriate, de-registration.  The registration process needs to be more vigorous, discerning and much more client focused with the client being the end consumer not government and its bureaucratic systems.

That the marketplace is flooded with providers from whom to choose for training would seem to indicate a healthy competitive market.  This is not necessarily so. The chance to make an easy profit is the motivator, and not a commitment to quality training and specified outcomes.  The plethora of RTO's needs to be contained.  One method to contain the numbers of RTOs is application of more stringent registration processes-not with more paperwork, but for the validation to be undertaken by people with an understanding of the industry specific outcomes to be achieved who can make informed assessments about the qualifications and courses offered. This would include an examination of the equipment to be used, the site for training, the curriculum used, the supporting materials, and the means of assessment.  Facilities need to be of an industry-defined standard to ensure that any off the job training occurs in a closely simulated work environment with paying customers, or that any workplace assessment is similarly adequate.  In this state the use of an industry specific validator would achieve this aim.

Industry needs to have greater input to ensure that the provider has sufficiently well qualified staff with assessors and trainers having recent and relevant industry experience.  The industry run system of trainer registration and industry provider recognition run by the Australian Hospitality Review Panel and the Australian Tourism Training Review Panel has such an outcome.

(iii) The level and quality of VET occurring within registered training organisations, including TAFE, private providers, workplaces and schools

Publicly funded VET has an essential problem in that the courses offered are not necessarily reflective of industry’s needs. The courses offered at TAFE do not undergo vigorous revision, according to the demands of industry. TAFE must be more responsive to skill shortages in the marketplace and more in tune with employment predictions.  Aspects of industry change rapidly, and it is essential that there is good communication between industry and the provider with a mechanism provided to act on the changes.  At the same time, TAFE is coming to terms with many different changes in the training market with the Training Package, poor learning resources, syllabus and curriculum materials.  In addition TAFE teachers would benefit from more contact with industry, in the form of periods of industry exchange or work experience to ensure that they were current in their approach and experience.  Reform driven by cost cutting is not a climate supportive of innovation, staff development, and for purchasing the optimum training product.  Frustration at such conditions are not conducive to job satisfaction.  Needs of industry, needs of the trainee, and needs of the trainer are supplanted by the stringencies of cost cutting.

The practice of industry specific funding on a tendered basis is not effective or responsive.  It may mean that a TAFE wins a tender for a group of trainees, spread over a wide geographic area, and must work out a formula for face to face contact based on the amount of money available. This means little consideration of the distances and extra pressures placed upon that trainer, and little opportunity to offer adequate supervision in the workplace. 

Certainly there is a problem with funding provisions.  The new Training Package does not focus on hours of training, but on achievement of competency standards and the funding model should reflect this. There is a real need to revamp the approach to create a more efficient model: one that sees tendering done on a triennial basis to enable more confidence in planning and in decision making.  The focus of such funding should be based on outcomes rather than the current model of student contact hours.

At the same time, employers have not grasped the concept of user choice, and understood that there are choices outside the TAFE system to consider for their apprentice or trainee. They have traditionally chosen to send their apprentices to TAFE and therefore continue to follow in traditional pathways.  Employers are not aware that there are other viable options available. There needs to be a greater awareness and promotion to employers of the advantages of seeking training through their choice of contracted training provider.  Greater emphasis on marketing and promoting training to employers needs to be undertaken.  Funding to market training to employers must have adequate safeguards to ensure appropriate management of such funds by the organisations that undertake the marketing.

VET in Schools.

With VET in Schools there is a problem with resourcing of the programs.  The issue of who pays for VET in School programs, the relevant STA or Education Department.  The cost of the school setting up as an RTO is not one that is an option for all schools.  Schools need to realise that facilities suitable for the delivery of traditional school subjects may not translate to the requirements for vocational education and training.  In addition, the industry requirement for suitable staff to deliver training which is relevant and based on recent industry experience presents a funding dilemma for staff development and recruitment within schools.  The understanding of National Training Packages within schools is still limited and this is a concern as schools take on greater responsibility for delivery of VET.  Should a school choose to be auspiced by an RTO, there is still a payment involved to the training provider.  This range of options has resource implications and benefits, which are still unclear, as the system is still in the implementation stage.  

Students need to be given full recognition for VET in schools, irrespective of the post-school destination (EDWA 1998). The current selection procedure for new undergraduates for some universities disadvantages VET graduates irrespective of the training provider.  Many training providers in the VET system have implemented stand alone credit transfer arrangements with respective universities to allow their graduates unimpeded entry into a university

(iv) The extent to which employers of apprentices and trainees are meeting their obligations to deliver training on the job, and the adequacy of monitoring arrangements

The Department devolved a number of its responsibilities in regard to monitoring of apprentices and trainees in 1996 in Western Australia.  The task of administering the apprenticeship and traineeship scheme) was outsourced to a number of Training Administration Bodies. They have general responsibility for:

(a) promoting trainees and apprentices to employers,

(b) assessing the employer,

(c) monitoring the training of the employee in the workplace and off-the-job

(d) facilitating the assessment of trainee/apprentice progress

There are reports received of trainees and apprentices not receiving adequate on the job training or not being released to attend training.  It appears that generally smaller employers have a poor attitude to training while the larger employers embrace training as they understand the effects that training has on the bottom line.  For smaller employers it is viewed as expensive and not necessarily advantageous to them.  Training is not viewed as a benefit to the organisation such as an investment, a means of increasing efficiency, productivity or even loyalty to the employer.  Despite some monitoring by the Training Administration Bodies, employers try to circumvent and indeed succeed in subverting their training obligations.

Monitoring arrangements are currently by industry’s standards inadequate.  Employers are not seen by the monitoring agency on a regular six monthly basis as has occurred in the past.  Employers are not kept up to date on the training environment and the changes.  With limited contact with monitors there is little in the way of continuity.  Employers find it hard to follow the bureaucratic process and small business finds it impossible.  There appears to be a move to ensure that monitoring does not occur to industry standards through the use of generic validators, assessors and trainers and scant regard paid to industries where they have developed their own industry systems that have been in place for some period of time.

(v) The range of work and facilities available for training on the job. 

Group Training Schemes are one option that has had successful outcomes, and at the same time has considered the welfare of its participants.  However there is a possibility of a perceived conflict of interest if a Group Training Scheme is also an RTO as this raises questions regarding accountability, and objectivity.  It will be interesting to observe the effect of the GST on Group Training Scheme, and it is hoped that the impact will not be deleterious, as there are benefits and advantages with group training schemes hard to replicate through other mechanisms. 

Within the hospitality and tourism industries there is a wide range of work and facilities available for training on the job with the best facilities being located in three, four and five star hotels, larger restaurants and clubs.  These venues provide a wide range of experiences for the on the job training experience.  The large number of smaller businesses engaged in the industry does not provide the wide range of experience required for many of the national qualifications and there is often the disparity for trainers of what level do you train your students for  - silver service or cafes.

(vi) Attainment of competencies under national training packages

There appears to be a disparity between what industry regards as competent and what training providers have assessed as competent.  Providers are not always able to train and assess to industry expectations because industry expects a trainee with a certificate II to have speed and efficiency for example, which only come with confidence and experience.  At the same time the provider does not appear to realize that competence relates to the workplace situation. What is needed are better relationships to be fostered between providers and employers, so that each can have a better understanding of the limitations of the other.  What should occur is that deeming of competence is signed off by both employer and training provider in a mutually acceptable manner.  Industry and training providers working together in partnerships will only serve to enhance the outcomes for all stakeholders, the students, the employers and the training providers.

In terms of the desirability of the competency standards developed for the training packages, as they were originally developed by industry for industry, industry has accepted the levels at which the competencies have been set.  It is training providers who are having difficulties in coming to terms with the concept of industry competency standards.  The methods of assessment and the changes required to assess in a confident manner to workplace standards when as the assessor that training provider has not worked in industry for 15 – 30 years will pose some interesting dilemmas for RTOs.  Quality assurance of the outcomes being achieved will need to be maintained along with rigour, fairness and flexibility.

(vii) The reasons for increasing rates of non-completion of apprenticeships and training

Public funding of training providers delivering apprenticeship and traineeship training should be tied to student completion numbers. This may force institutes to look at the student in terms of outcomes, and not as a means of securing numbers on enrolment day.  Employers too should have their financial incentives structured so that the completion of the training sees the actualisation of the greatest incentives, and not the signing up of a new apprentice /trainee.  (WA Department of Training is leading to outcomes based funding with its funding arrangements for 2000 for private training providers delivering publicly funded training.)

A survey should be undertaken of all non completion apprentices and trainees to provide the trainee and employer with the chance to make an assessment of the experience, comment on the quality of training, and the adequacy of the skills gained and suggest improvements for the future. The granting of the certificate (for the trainee) and the financial incentive (for the employer) could be dependent on submission of the evaluation document at the completion of training.  

In 1996 the Hospitality and Tourism Industry Training Council undertook a research project that look at the declining retention rates of cooks within the industry.  The Executive Summary is attached at Appendix one.

(d)
an examination of the impact on the quality and accessibility of VET resulting from the policy of growth through efficiencies and user choice in VET, with particular reference to the:

(i) viability of TAFE particularly in regional Australia

No doubt that the vast distances of Western Australia put particular demands on funding.  ANTA does not give sufficient money to adequately service remote areas.  There is a need to look at flexible alternatives where possible.  These will need funding to develop their viability in the long term.  Servicing regional and remote areas through TAFE is important to allow for regional and remote personnel to have the same opportunities and experiences as those that live in metropolitan areas.  The practicalities of only providing training in city locations is daunting for those regional and remote people whose experiences are different from those located in the city.  Viability is not the sole reason for judging a training provider for the quality and accessibility of VET programs.  The issue of equity and access is another, dislocation from familiar territory and other societal issues should be considered along with the issue of viability.  There are limited private training providers in regional WA and where they are clustered is mainly close to reasonably large population bases.

(ii) quality of structured training

The quality of structured training is reasonable, although with most score cards there is room for improvement.  There needs to be a move away from the typically bureaucratic ways of the past and to look at new ways of delivering training.  It appears that there is still much in the way of chalk and talk from school days rather than different types of learning and differing modes of delivery.  TAFE still tends to treat its traditional skills base of students as if they are still in school rather than adopting androgy principles of learning and training. 

(iii) quality of teaching

From an industry point of view, an integral component to effective and relevant teaching must always be recent and relevant experience.  There are always changes occurring in industry and a trainer who is out of touch with what is happening will not be training the students in the most relevant and up to date practices available in the industry.  Training must be pertinent and one way of ensuring this is to have the trainer returning to industry in order to gain hands-on experience and real feedback.  Industry people who indicate that they are unable to take holidays because of the non availability of trained staff to replace them could access a register of trainers interested in returning to industry.  This register could be established through industry associations or ITABs and could provide a reciprocal arrangement satisfactory to both industry and training providers that would do much to strengthen partnership arrangements. 

(iv) appropriateness of curriculum and learning resources

These non-endorsed components of the training packages are reasonable and adequate but limited by the resources available.  In some instances the resources are not always up to date.  Cost is a critical factor in the development of curriculum and learning resources.  Currently there is a lag in updating the current resources in order for them to be appropriate for the Training Packages.  For example trainee record books are not available for all the traineeships in hospitality and tourism.  These record books are critical to traineeships as they provide the trainees with a record of their training both on and off the job.  Employers can then use these record books as a means of establishing where particular competencies were gained.  

(v) range and availability of student services

The Industry has no comment to make on the range and availability of student services in the vocational education and training sector.  They appear adequate, but may well be under resourced.  A wider range of facilities may be advantageous.

(vi) effects of fees and charges on TAFE

Current fees and charges appear appropriate to the level of the training programs delivered but there may need to be a more flexible policy developed for those who are significantly disadvantaged from attending TAFE due to their incapacity to pay the appropriate fees.  There is some flexibility in payment of fees but it is not yet to the level of Universities.

(e)
an evaluation of the provision of Commonwealth and state employers' subsidies, including:

(i) the effectiveness of existing subsidies arrangements in meeting national VET needs

Employer subsidies at the state level suffer from being used as promotional material to encourage the take up rate of trainees and apprentices but not to make a commitment to their ongoing training and employment.  The incentives are more of a problem with traineeships than with apprentices due to Industrial Training Act (1975) that deals with the employment of apprentices.  Considering the current statistics in WA it is unlikely that subsidies paid in their current manner are effective in meeting the national VET needs.  In the hospitality and tourism industry large numbers of employees could be trained under traineeships but the take up rate has not significantly increased.  

Marketing of training is left to those organisations that can see a way of making money out of the deal.  When the full picture is often not clear, then there a numerous ways to deal with the system and create opportunities that may not have been considered at the inception of the policy or arrangements.  There is a need to make the system simpler and less complex with sufficient checks and balances to ensure that the training dollar is well spent particularly in the world of VET.  A quality outcome relates not only to training delivery but also in the spending of finite monetary resources.

(ii) the impact of changes to the new apprenticeship policy, which broadened employer trainee subsidies to include existing workers

As yet the take up rate by existing employees of traineeships within the hospitality and tourism industry does not appear to be significant and therefore the impact of such changes appears to be insignificant.

(iii) accountability and audit procedures within the Department of Education, Training and Youth Affairs, the Australian National Training Authority and state training authorities

From the Industry Training Council’s perspective the performance and funding agreement had been appropriate up until the decision to split the services undertaken by the ITAB into core and non core services.  The current arrangement of the provision of core and non core services has yet to be tested in terms of accountability and audit procedures.

(f) an evaluation of the growth, breadth, effectiveness and future provision of vocational educational education in school, including:

(i) the quality of provision of VET in both government and non-government schools

Much is still at the developmental stage, but the impact of the new funding arrangements will play an important part in the development of the effectiveness of VET in Schools.  Industry recommends the application of industry standards through the AHRP/ATTRP process as ways of ensuring industry standards are maintained.

(ii) the relationship between vocational education in schools and accredited training packages

The relationship is limited at present due to the recent introduction of training packages into VET in Schools.  The first year of training packages introduction is 2000.  

(iii) the effectiveness and quality of curriculum materials and teaching

Adequate in terms of what is currently available, although overall there are too many players developing materials based on the training packages and little in the way of ensuring quality from and industry perspective.

(iv) accountability provisions for the funding of vocational education in schools  

Appears at times to be double dipping as schools alternate their funding between relevant training authorities and education departments.  In WA these are not the same government departments.

(v) school-to-work transitional arrangements 

Limited in their application and not always appropriate to the industry that the VET in Schools program is associated with.  These arrangements need to be more structured, formalised and accredited within their VET program.

(g)
an assessment of the consistency, validity and accessibility of statistical information on the performance of national VET systems, especially relation to apprenticeships and traineeships.

Student destination surveys attract a notoriously poor response rate, and this may be one way of overcoming such apathy. This could assist in making the providers and employers more accountable, and empowering the trainee. The Hospitality and Tourism Industry Training Council is considering running an industry specific survey, as it is felt that the feedback gained would give valuable insight into the quality of the training system.

Appendix 1

PAGE  
1

